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Abstract 
This research investigates the effect of transformational leadership on learning trends. The 
statistical population of this research are 200 Tehran municipal staffs. Sample population was 
estimated 131 according to Cochran formula. To collect the data questionnaire was used. The 
content validity of the questionnaire was verified through logic and lecturers' opinions and 
Chrobuch's alpha shows reliability ratio of the questionnaire 0.9. 129 questionnaires were evaluated 
completely and 96.18 of questionnaire were collected. Descriptive statistics (statistical tables and 
charts) and inferential statistical tests (simple and multiple regressions) in form of SPSS were used 
to analyze the data. Finding indicated that transformational leadership has meaningful effect on 
learning trends. In addition, the impact of inspirational motivation on learning trends was approved. 
But, it was clear that three components including idealized influence, personal consideration and 
intellectual stimulation do not have meaningful effect on learning trend.  
Keywords: Transformational leadership, learning trends 
Introduction  
In the area of communication and information, business and service have been influenced by 
innovation and customer's satisfaction. The kind of leadership also has been changed. Therefore, 
leadership should govern according in modern situation (Ahmadi, 2007). There are various attitudes 
and schools in the area of leadership. The most recent one is transformational leadership. 
Transformational leadership aim on guiding the followers in area beyond the fleeting interest by the 
influence of inspirational motivation, intellectual stimulation and personal consideration (Boss, 
1985). This leadership will be achieved whenever the leaders increase their employee's interest in 
their jobs, making them aware of goals and missions as well as encouraging to fulfill their needs by 
considering their personal consideration (Divone et al, 2004) transformational leadership is 
beneficial for organization including improving organizational learning. Learning means achieving 
skills, knowledge and abilities that makes relatively stable changes on individual behavior 
(Ghafarian, 2011). Since the coincidence of organization to environmental changes is essential, 
leaders finds themselves in a changeable world and believe that, organizational learning is a positive 
and effective strategy against changes (Mir Kamali et al, 2011). Organizational learning is a 
dynamics, targeted, continuous and growing process having fast, effective and continuous feedback 
inn individual, group and organizational levels. In an organization with learning trend, organization 
is committed to learning and this is an investigation for existence. It represent a public and 
collection perspective of knowledge, it develops in organization with all employees (Kalantoonen et 
al, 2002). Transformational leadership support learning and emphasize the development of learning 
behavior among employees by ensuring the dissemination of knowledge. Transformational 
leadership encourages the employees to achieve knowledge and common use learning (Joe and Lim, 
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2009). Transformational leadership and learning trend are connected together in most organizations 
while these variables accounts as essential strategies for changes. Transformational leadership 
facilitates learning by providing structures and facilitated activities (Mir Kamali et al, 2011).  
In municipal as a service organization, in addition to increase customer satisfaction paying 
attention to performance improvement results in optimization of limited resources. As a result, 
human resources aim an increasing employee's performance using transformational leadership and 
reinforcement of learning trends. Therefore, the question is whether transformational leadership has 
any effect on learning trend in Tehran municipality or not  
Literature review 
Transformational leadership 
Bamz(1978) represented the image of transformational leadership that distinguished 
transformational and transactional leadership. 
Transformational leadership motivates the employees to work more hours (Boss, 1985). 
They behave their followers potentially, guiding and helping them whenever they need them. They 
transferred knowledge to them and help them to develop their skills and finally they treat them 
equally.(Boss 1985, Hall et al, 2008) 
This a kind of leadership in which the relationship as a collective goal is organized among 
followers by motivation and increased moral aims (Bronz, 1978) 
According to Boss (1995), Boss and olive (1994), Hertog et al (1997), transformational 
leaderships are these that try to develop potential of their followers, their higher needs, more values, 
stronger motivational. This development changes the values, and belief, among followers (Boss, 
1999,1995) (Baiso and colledges ,1995, Refrti and Grighin, 2004) and ancourage them to achieve 
their interest,though organizational interests, Boss and Olive devides transformational leadership in 
to 4 categories. 
Inspirational motivation: Hertog et al 91997) defines inspiration as a capacity of a leadership 
for representing as model for subordinates. Inspirational motivation points to leadership 
methodology in to inspire their followers to achieve organizational and personal interests. 
Transformational leadership is transforming self-confident, optimist, enthusiastic, representing 
motivational sample to others for increasing their energy (Dabnisky and Yamarino, 1994). 
Idealized influence: Anthonakiz et al (2003) is charismatic action which includes discussing 
about the most important values and belief and emphasize collective mission. It also action and 
words of charismatic leaders are the same (Olive, 2005). 
Personal consideration: Leaders satisfy their followers by counseling, supporting and paying 
attention to personal needs and motivate them in order to fulfill their needs (Dione et al, 2003). 
Intellectual stimulation: Hertoy et al (1997) claims that intellectual stimulation encourages its 
followers to challenge their values, hypothesis and beliefs. 
Learning attitude 
Learning trend is a set of values including the level of satisfaction of organization from 
applicable theories (Argis and Shon, 1978), mental models (Di Joes, 1988) and dominant logic that 
may or not be rooted in the market. Also, it is possible to be described as a process of achievable 
information, distributed information and shared interpretation that increase individual and 
organizational effectiveness according to its direct effect (Kaya and paten, 2011). It is also as a 
degree that companies challenge active beliefs and present method as well as its affection 
organizational action (Argris and Shan, 1978). This concept provides potential view for changing 
behavior (Hober, 1991; Slater venarver, 1995) by impressing staff to improve their skills and 
knowledge. (kohli et al, 1998). Learning trend is formed of four dimensions commitment to 
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learning, common perspective, broaden mind and sharing knowledge. (kalantoneh et al, 2005, Harli 
and Halt, 1998). 
Commitment to learning is defined as an organizational value that encourages learning 
context (Sinkola et al, 1978). Organizations investigate commitment to learning as an investment 
which is essential for survival. (Kalantooneh et al 2002). 
Common perspective is defined as a centralized organization on widespread learning and it is 
unlikely to point out learning by individual members in an organization (Sinkolan et al, 1997, 
common perspective, in learning hypothesis emphasizes inner relationship through which different 
parts are encouraged to overcome functional communication with other departments (Broune and 
Ishanhart, 1995). 
Broaden thinking is a critical assessment of daily function of an organization and acceptance 
of new ideas (Sinkola at el, 1997). In other words, it is a process through which an organization is 
encouraged to review present knowledge or old assumption of its behavior (Negvin and Baret, 
2006). 
Sharing knowledge is a collective belief or common behavior related to development of 
education among various units within the organization (Morman and Miner, 1998). This concept 
keeps knowledge and gathers information from various resources as a reference point for future 
action (Katantoone et al, 2002). 
Transformational leadership, Learning trend 
Learning trend helps employee to increase their understanding from the environment and 
improve their knowledge of various strategies and they are motivated to do, intellectual and hard 
work (Serjan et al, 1994). Learning culture is based on exchanging information and thought that 
emphasize it creative function. Transformational leaders support learning and emphasize learning 
behavior progression among staff by ensuring the dissemination of knowledge.  
Transformational leaders encourage staff to achieve knowledge and common use of learning 
(Joe and Lim, 2009). They are also able to motivate their followers to learn concepts, ideas and new 
technology. Transformational leaders encourage in creating learning environment through 
inspirational motivation idealized influence, individual consideration and individual stimulation 
(Arnet, 2009). 
Review of literature is shown in table 1. 
Table 1: Internal and external review of literature  
Row Year Researcher Title Conclusion 
1 2015 Rastegari 
and 
BorBorJfari 
The effect of transformational 
leadership on empowering 
staff with learning orientation 
as a medium (case study: 
Semnan university) 
Transformational leadership has positive and 
direct effect on learning and empowering staff. 
The effect of learning orientation on empowering 
staff was rejected. Also, transformational 
leadership and learning orientation variables 
could describe 61% of empowering changes 
2 2014 Fazinfard The investigating the effect 
of transformational 
leadership, innovation and 
organizational learning on to 
administration operation in 
north of Tehran 
Transformational leadership has meaningful 
effect on learning and innovation in an 
organization and also, innovation and 
organizational learning has meaningful effect on 
performance of organization, therefore the effect 
of 
3   The effect of transformational 
leadership style on 
The style of transformational leadership 
organization intelligence has positive and 
Openly accessible at http://www.european-science.com                                                                   1800 
 
  






capability by considering 
organizational intelligence as 
a medium mediators 
meaningful effect on organizational learning 
capability organizational intelligence has positive 
and meaningful effect on organizational learning 
capability organizational intelligence. Mediate 
the relationship between transformational 
leadership and organizational learning capability. 
Transformational leadership style has meaningful 
effect on organizational learning. Capability 
through organizational intelligence directly and 
indirectly. 
4 2012 Mirkamali 
et al 
Investigating the relationship 
between transformational 
leadership and organizational 
learning. 
(case: Saipa Company) 
There is a positive and meaningful relationship 
between transformational leadership component 
and organizational learning component. Finally, 
idealized influence behavior as one of the 
dimension of transformational leadership is the 
most important predicators of organizational 
learning 
5 2015 Yati and 
Dou 
The effect of transformational 
leadership on staff creativity: 
Including the role of learning 
trend 
There is a meaningful and positive relationship 
between transformational leadership and staff 
creativity and this relationship is mediated by 
learning trend 
6 2013 Vidiytanto 
and 
Suhadak 
The effect of transformational 
leadership on market trend, 
learning trend, innovation 
and organizational function 
Transformational leadership effects on market 
trend, learning trend and organizational trend but 
it has no meaningful effect on organizational 
function 
7  2010 Rana et al The role of Jordan school 
leaders on school evolution 
towards culture of learning 
There is a meaningful relationship between 
organizational learning and transformational 
leadership among ordon school principles 
8 2009 Kang Learning trend, 
transformational leadership, 
creativity; the role of staff 
masturbating creativity as a 
mediatory 
Staff creativity has positive effect on sale 
operation and learning trend and transformational 
leadership as well as staff creativity has positive 
relationship. This relationship is mediated by 
staff creativity. 
Methodology 
The data collection and the purpose of this research is descriptive survey. The population 
includes 200 municipal staffs. The sample mass (volume) is 131 from Chocran's formula and the 
samples were chosen randomly. After collection of questionnaire, 126 were complete and 96.18 
questionnaire were returned. The data collection tool was Yuti and Dou questionnaire (2015). Licret 
5 options (totally agree to totally disagree) were used. Cronbach alpha of the questionnaire 0.9 
shows high stability of the test. The content validity of the tests was also verified through logic and 
lecturer’s opinions. 
Hypothesis and research model 
Main hypothesis: transformational leadership has effect on learning trend. 
Subsidiary hypothesis  
- Inspirational motivation has effect on learning trend 
- Idealized influence has effect on learning trend. 
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- Individual consideration has effect on learning trend. 









Figure 1: Conceptual model of research (Resource: Yuti and Dou, 2015) 
Data analysis 
Descriptive statistics 
Table 2:  Result of demographic statistics 
Demographic variables  Frequency 
Job experience 
5 years or less 28.26 
5-10 61.32 
10 years or more 10.42 
Education 
Diploma or less 11.98 
Associate degree or bachelor 6.33 





50 years or more 12.56 
Gender Male 61.9 Female 38.1 
Table 3: Descriptive statistics of learning trend 
Variable Minimum Maximum Average Standard deviation 
Learning commitment 1.43 4.71 3.1 0.57 
Common perspective 2.14 4.71 3.3 0.57 
Mind extension 1 4.4 2.8 0.66 
Sharing inner knowledge 2.25 5 3.4 1.2 
Learning trend 1.99 5 3.2 0.57 
Descriptive statistics variable 
Table 4: Transformational leadership 
Variable Minimum Maximum Average Standard deviation SD 
Idealized influence 1.4 4.2 2.97 0.64 
In spiritual  motivation 2 5 3.37 0.64 
Individual consideration 1.75 4.25 3.08 0.62 
Intellectual stimulation 1.5 4.75 3.2 0.66 
Transformational leadership 1.76 4.33 3.1 0.57 
 
Learning trend 
Commitment to learning 
Common perspective 
Mind extension 
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Test of normality 
In order to investigate data normality, Kolmogorov–Smirnov test was used. 
Table 5: Test results of Kolmogorov–Smirnov test 
Variable Number Statistic k-s Sig Result 
Commitment to learning 126 0.345 0.952 Normal 
Common perspective 126 0.113 0.131 Normal 
Mind extension 126 0.111 0.129 Normal 
Sharing inner knowledge 126 0.440 0.782 Normal 
Idealized influence 126 0.435 0.365 Normal 
Inspirational motivation 126 0.312 0.112 Normal 
Individual consideration 126 0.151 0.258 Normal 
Validity of the test 
Convergent and diagnostic validity were used in addition to content and structure validity to 
confirm measurement model. Convergent validity is assessed by mean variance.  
Indicators benefit from adequate diagnostic validity if the correlation between structures 
would be less than square root of the average variance extracted.  
Table 6 shows the correlation coefficient. Since all correlation coefficients are less than 
square root of variance average extracted. Therefore, the mode benefits from diagnostic validity. 





















1 0.734 0.609 0.288 0.458 0.724 0.601 0.462 
Common 
perspective 
 1 0.620 0.218 0.452 0.719 0.729 0.538 
Mind 
extension 




   1 0.182 0.25 0.164 0.198 
Idealized 
influence 
    1 0.609 0.651 0.684 
Inspirational 
motivation 
     1 0.822 0.635 
Personal 
consideration 
      1 0.722 
Intellectual 
stimulation 
       1 
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Results  
Main hypothesis: As table 7 shows, the correlation coefficient between transformational 
leadership variable and learning trend is 0.671 that indicates strong correlation between two 
variables. Also, adjusted coefficient of determination is 0.446 that shows 44.6% of all the changes in 
learning trend depends on transformational leadership according to table number 8, since sig amount 
(0.000) is less than 5%, we can conclude that transformational leadership has meaningful effect on 
learning trend. Due to Beta coefficient (0.671), it is clear that for a change unit in transformational 
leadership, 0.671 changes is created in learning trend variable 
Table 7: Summary of a model 
Model R Coefficient of determination Adjusted coefficient of 
determination 
Standard error of 
estimate 
1 0.671 0.451 0.446 0.42 
Table 8: The results of ANOVA 
Model Sum of square Degrees of freedom Mean square F Sig 
Regression 18.345 1 18.345 101.774 0.000 
Remaining 22.351 124 0.18   
Total(sum) 40.696 125    
Table 9: The independent impact factor of variable 
Model Nonstandard impact factor Standard impact factor T Sig 
B Standard error Beta 
1 Stable 1.081 0.214  5.056 0.000 
Transformational leadership 0.672 0.067 0.671 10.088 0.000 
Dependent variable: learning trend 
Subsidiary hypotheses: As table 10 shows correlation coefficient between variables is 0.694 
that indicates strong correlation between sum of independent variables and dependent variables of 
research. Also, adjusted coefficient of determination is 0.477 that indicates 47.7% of total variables 
change of learning trend depends on independent variable in this model. Since the presumption d 
(Durbin Watson) 2.08 is in distance of 1.5 and 2.5, assuming no correlation between errors are not 
rejected and Regression can be used. 
According to table 11, since the amount of Sig (0.000) is less than 5%, so assuming the 
linear relationship between independent variable (spiritual stimulus) and dependent variable 
(learning trend) are accepted.  
Table 10: Summary of model 
Model R Coefficient of determination Adjusted determination coefficient Error criterion d 
1 0.694 0.482 0.477 0.412 2.08 
Table 11: Result of regression of variance 
Model Sum of square Degree of freedom Mean square F Sig 
1 Regression 19.598 1 19.598 115.19 0.009 
 Remaining 21.097 124 0.17   
 Sum 40.696 125    
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Table 12: The impact factor of the independent variable 
 
Model 
Non-standard impact factor Mean square T Sig 
B The standard error Beta 
1 Invariable (Satble) 1.149 0.195 - 5.891 0.000 
Inspirational motivation 0.610 0.057 0.694 0.17 0.000 
Dependent variable: learning trend 
Table 13: Variable excluded 
Model Variable Betel n t sig 
1 Idealized influence 0.128 1.579 0.117 
Personal consideration 0.151 1.823 0.071 
Intellectual stimulation 0.150 1.323 0.188 
Table 14: Summary of results of all hypotheses 
Row Variable (Sig) B Confirmation/Rejection 
of hypotheses 
Main hypothesis Transformational leadership – learning 
trend 
0.000 0.671 Confirmation 
First subsidiary 
hypothesis 
Inspirational motivation – learning trend 0.000 0.694 Confirmation 
Second subsidiary 
hypothesis 
Idealized influence – learning trend 0.117 0.128 Rejection 
Third subsidiary 
hypothesis 
Personal consideration – learning trend 0.071 0.151 Rejection 
Forth subsidiary 
hypothesis 
Intellectual stimulation - learning trend 0.181 0.150 Rejection 
According to the table, the amount is equal to 115.19, which is significant. It shows that 
dependent variable has an explanatory power and can explain the level of changes and the variance 
of dependent variable. Table 12 shows Beta coefficient is meaningful for inspiritual motivation 
(0.000) at the level error less than 0.05 and therefore it influences learning trend. 
Also, according to Beta coefficient 0.694, it is clear that each unit change in inspiritual 
motivation 0.694 results in changing learning trend variable  
Table 13 shows idealized influence, personal consideration and intellectual stimulation. 
Since, Sig was bigger than regression model; they were deleted at first step. 
Discussion and Recommendation 
Results indicate that women frequency of 38.1% is less than men frequency of 61.9%. 6.52% 
of respondents were between ages 20 to 30, 46.34% between 31 to 40, 33.58% between 41 to 50, 
12.56% ages 50 and more . In addition, 11.98% of respondents have diploma or less degree. 60.33% 
have associate degree and bachelor and 27.69% have MA or higher degree. Also, 28.26% of 
respondents have 5 years or less job experiences, 61.32% between 5 to 10 years, 10.42% have 10 
years or more. 
According to descriptive statistics: average variable of transformational leadership is 3.1 . 
Since the mentioned average of variable is close to average (mean), this variable is assessed 
moderately. Similarly, the average of learning trend is 3.2 that show this variable is assessed 
moderately according to table 14, the first main and subsidiary hypotheses are confirmed and the 
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rest are rejected. In this regard, it is suggested managers increase the impact of learning trend among 
staff by strengthening leadership component. 
For this purpose, in the event of inspirational motivation component, it is suggested leaders 
speak about future events optimistically, showing his self-confidence and deed to achieve goals to 
staffs, introducing himself as a sample to his staff by doing his responsibility.  
In case of idealized influence component, it is suggested that team leader should have 
intimate relationship with staffs, showing his satisfaction in addition to moving forward by 
encourage them.  
Personal consideration component, it is suggested team leader pay attention to everyone and 
helping them whenever they need helps, and put time and effort to train every one.  
Intellectual stimulation, it is suggested that the leader increase creativity among staffs by 
encouraging them to represent new solution for business issues and providing free discussion room 
for their innovative argument.  
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